Competitive exams, selection, and placement of high-ranking public officials used to be resorted only by Vietnam's feudal dynasties. After half a century of abandonment, this practice seems to have made its spectacular comeback in the recent decade. In a quest for high caliber public personnel, the Vietnamese government believes that competitiveness-base exams would help select, recruit and place right public servants into the right job. This research was conducted to figure out to what extent the selected high-ranking post holders were different from the public service employers. Based on face-to-face interviews with candidates and the heads of public services employers who were going to place the selected ones onto the managerial posts, data were gathered for Structural Equation Modeling (SEM) analysis with the use of structured 5 point-Likert scale questionnaire in the field surveys. Findings showed that there existed a difference in the perceptions towards the fairness of the competitive exams among these two types of interviewees. By comparing SEM coefficients, several recommendations were drawn for policy makers and managers to modernize this type of recruitment, selection and placement of managerial public servants on the intended job positions.
getting done through its employees [1] . Nowadays, that important role is increasingly required by public employers in order to achieve high levels of performance aimed to address the many gaps that existed in different spheres of government service delivery and provision [2] . The public human resource serves as the link to bridge these gaps. Some scholars have considered the management-level personnel to be the hub around which the entire organization revolves [3] [4] . In trying to achieve the above mentioned function, a careful and well-planned recruitment, selection and satisfactory placement of managerial public servants is absolutely critical in order to ensure that only the right caliber of staff is employed for the public organization in need. A competitive exam is one of the popular forms that have been adopted both in developed and developing countries [5] [6] . However, it may differ from country to country depending on the geographical, political and socio-cultural background [7] [8] .
In Vietnam competitive exams, also long time known as "Huong" and "Dinh" ones, were periodically held by feudal dynasties with the aim to pick up the talented functionaries to maintain the best governance of the kingdom. They were supposed to assist the king in orderly reigning his kingdom's well-wishers [9] .
Ever abandoned since the 1945 independence declaration, this trend seemed to come back when the Vietnamese government has recently adopted the merit-based policy on selecting the public managerial officials in an effort to place the right people on the right public job tenures [9] [10] [11]. It has been firmly stated in the Vietnamese government policy that competitive exams should be the solid way of selecting qualified public officers and putting these highly capable people on the right managerial public service placements. In doing so, it would assist the heads of public employers and government jurisdictions in discovering the future leaders while avoiding the selection of public servants on the basis of judgments, personal sentiments or cronyism [4] [8] [10] [11].
Several cities and provinces of Central Vietnam have been the pioneer in adopting this method of recruiting, selecting and placing the public service officials in an attempt to make the public administration more efficient and capable of meeting the need for high-quality services required by Vietnamese citizen [12] [13]. All of this has been geared towards long-term visionary leaders in order to turn this dynamic city into "miniature Singapore" in the Central region of Vietnam [14] . However, this is easier said than done due to the lack of proper legal guidance documents. Furthermore, the complexity of competitive exams for this type of selection, recruitment and placement of the senior managerial posts has created another bottleneck on practical implementation [13] [15] . This research is therefore needed to set more light on the issue given the gap in the view point between academicians and practitioners. The policy implications should, thereafter, be drawn from the research findings and put into the practical use in order to modernize the process of recruitment, selection and placement of mana- 
Survey and Results

Survey Sample
We adopted the quantitative technique for this research using collected data from the two types of key informants who, one way or the other, were directly involved in the process. They were the competitive exam participants and the heads of public employers who gave managerial job placements to the successful exam winners. To collect the information for analysis, a version of structured questionnaire using five-point Likert scale was developed and followed up in the face-to-face interviews. According to Hair et al. [17] , a sample size must be suffi- Table 1 .
With regards to the gender proportion of the sample male respondents account for 57% as compared to female informants who took a share of 43% on the basis of the competitive exam participants. In the meantime, the gender distribution of the respondents was 25% for male respondents and 75% for female informants among the public employers which was allegedly supposed to place these exam winners on the managerial public job positions. In terms of work experience, the participants who had a work experience in 1 -2 year bracket accounted for 69% as opposed to those with 13 -22 years of work experience who participated in the competitive exam amounted to 17%. The remaining exam participants who had more than 22 years of work experience took a meager share of 6%. As it came to public employers which would place the exam winners on specific managerial positions, the proportion of those with different work experience were as follows: those with 1 -2 years of work experience accounted for 75%; those with 13 -22 year seniority occupied 18% and the rest of public employers with more than 22 years of experience took a share of 7%.
Concerning the age of the exam participants, those who were under the age of 40 amounted to 78% of the total interviewees. The rest of exam participants interviewed with the age above 40 took 22%. In contrast, the proportion of interviewees who were the heads of public organizations utilizing the exam winners on a later stage, were 69% for the category of below 40% and 31% for the category of above 40. Overall, the sample structure with the regards to gender, work experience and the age as described above were suitable and met with the multivariate data analysis techniques used in this quantitative study [17] [18].
Results
Because of a large number of item statements in the questionnaire we adopted the factor analysis to identify and confirm the hidden constructs. Several researchers have gone further in suggesting that factor analysis would assist in identifying the structure of relationships among item statements [17] [19] . These would be, in turn, used for explaining the hidden constructs. It can also help researchers create an entirely new set of variables from these items, much smaller in number, to partially or complete replace the original set of variables for inclusion in subsequent analysis. We ran normality test and came to conclusions that all items were proven to meet the Kolmorogov-Smirnov test for normality indicating that the necessary assumption for factor analysis was met [17] [18]. Furthermore, the KMO index for items reached the values of 0.85 which exceed the acceptable threshold. The criteria for a statistical significance of factor loadings were set that loadings greater than ±0.4 would be considered to meet the minimal level. A loading of ±0.5 or greater was considered to be practically significant [17] [20] . The results of the factor analysis are shown in as to what they are supposed to follow. The scores on these items were averaged to compute a value for this factor. The Cronbach Alpha reliability test for this factor was 0.8 which exceeds the acceptable threshold of 0.7 as suggested by [17] [18] [19] [20] . By the same token, factor 2 was labeled as Requirements of for this group of exam participants indicate a practical implication for competitive exams organizers. Firstly, it should be related to the potential participants to be put into the short list prior to the official start of the exam. This can be seen as a pre-requisite to identify the champions who stand above the crowd. Secondly, based on this the right people could be selected and afterward put into job placement of the managerial public position. Table 3 summarizes the path coefficients for these two models that were run for respective groups of key informants.
Conclusions
The comparison of Structural Equation Modeling path coefficients β between the two groups of key informants using structural equation modeling analysis indicates some interesting implications for policy maker. As can be seen in Ta In the meantime, the participants who took the exam to get the managerial public position had a higher degree of influence on the general assessment of the exam fairness. These included such variables as Exam Assessment Benchmarks (X6); Age (X3); and Gender (X1) in the model 2. This very thing suggests that the selection of the examination committee members needs to be carefully taken into consideration. That is, apart from the professionally suitable set of benchmarks against which each individual candidate was to be evaluated, the diverse composition of examinees must be established with the aim to maintain the fairness and transparency of the exam. This recommendation requires the exam organizers to focus on this matter. This is also a critical aspect leading to the right selection of the right people who would swear in and take the managerial public post once they were selected, recruited and placed on the tenure. In a nutshell, fairness and transparency is sensitive matter for every exam for it serves as a basis for building up the trust and confidence in every exam candidate [31] . [29] . It is also a decisive factor that leads to a better public service motivation of those who are selected, recruited and placed on the job in public employers. All of this is to be geared toward the citizen's satisfaction with regards to the public service quality [19] [24] [27] .
